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Abstract 
s a 
reality that large percentages of workers who suffer burnout remain in their positions and may negatively affect the production 
process. If the potential negative effects of burnout are to be avoided, it is necessary to identify behaviors that may serve as 
precursors to burnout. Burnout, the inability to function effectively in one's job as a consequence of prolonged and extensive job-
related stress, is considered to be the final step in a progression of unsuccessful attempts to cope with negative stress conditions.  
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1. Introduction 
Why do some managers succeed in being good managers, in continuously enhancing  achievements, and 
in setting and pursuing high goals for themselves, while others cannot meet the expectations imposed on them and 
right person in the right job. Manager engagement is positively associated with personal coping resources, whereas 
manager burnout is indicated by a number of negative personality characteristics, including low levels of self-
efficiency. Manager burnout is seen as a result of job strain that, given the demands of the profession, hits those who 
lack the appropriate coping resources (Schwarzer, Hallum; 2008: 153). The burnout syndrome is most strongly 
linked to human service professionals (e.g. nurses, teachers, police officers) and appears to be particularly critical 
for those who work in institutional settings (Byrne; 1993:197). 
2. The Nature of Burnout 
A commonly accepted and widely known model holds that burnout is characterized by three interrelated dimensions. 
The first and a key component of burnout syndrome is an increased feeling of emotional exhaustion. At this stage 
the individual feels 
his/her hundred percent. The second symptom, depersonalization or dehumanization (Friesen, Sarros; 1989:179), is 
marked by the treatment of clients as objects rather than people. Workers may develop negative, cynical attitudes 
and feelings towards their work, clients or organization. The third aspect of burnout, diminished personal 
accomplishment, is a tendency to evaluate oneself negatively (Zaidi et al. 2011; 830). 
As the definition indicates, burnout is seen as an outcome of work-related stress. It appears as a result of the chronic 
stress that is inherent in certain occupations. Work-related variables shown to lead to high levels of chronic stress, 
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and therefore increase the risk of burnout, include a high degree of interpersonal interaction, a continuous heavy 
workload, role conflict, and role ambiguity (Shepherd et all; 2011: 399). Studies have shown that occupational stress 
 
3. A Suggested Model for Get Rid of Burnout  
Suggested model 
 
Individual Effort Factors: 
-Positive Thinking 
-Creative Behaviors 
-Determination and Compliance 
Organizational Effort Factors: 
-Support of Workmate 
-Managerial Support 
-Organizational Atmosphere 
All these factors support themselves. If these factors combine and use effectively, it can be beneficial overcome to 
burnout syndrome. We can try to explain sub factors of model. 
3.1. Individual Effort 
3.1.1. Positive Thinking: 
Positive thinkers or optimists have greater cardiovascular health; reduced risk of diseases; lower rates of depression, 
anxiety, and obesity; and stronger immune systems (Rosen; 2004; 34). 
Job stress should be negatively related to self-efficiency and positively related to burnout. It should be a predictor of 
burnout, and at the same time it should be a dependent variable of self- efficiency. Thus, a positive thinking 
hypothesis is put forward that places job stress between the personal resource factors and the burnout consequences 
(Schwarzer, Hallum; 2008:156). Among many suggested coping skills for stress, positive thinking appears to fit 
best. However, in order to benefit from Yoga in its entirety, one has to adopt Yoga as a technique of life management 
(Adhia et al. 2010:21).  
Especially leisure time, reduces the production of excess stress hormones that studies show can cause heart attack, 
impaired immune system, emotional instability, spine pain, and reduced brain functioning. In addition to reducing 
negative stress, leisure creates greater value and balance in your life (Bird; 2006:67). 
 
3.1.2. Creative Behavior: 
individual responsibility but also manager has too.  For managers, stress management refers to the adaptive behavior 
of changing any aspect of the environment or person in such a way as to decrease stress response (sometimes 
ividual health (Adhia et al. 2010: 22). Achievement 
you can have a coin with only one side. Many successful people are not happy or not nearly as happy as they should 
be because they live a one-dimensional life (Bird; 2006: 66). Creative thinking and behavior focuses a person on his 
or her work, so that they concentrate on their responsibilities.  
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3.1.3. Determination and Compliance: 
Determination and compliance are motivating factors for personnel. The more determinant and compliant, the more 
integrated they are within their working place. There are some factors which interrupt personnel determination and 
compliance. One of these factors is that people stumble in working life. Here are five reasons why people stumble 
when they have an opportunity to ask (Allan A. Catherine; 2011:4). 
Ignorance: what 
nev
who to ask, when to ask, or even how to ask. 
Limiting and inaccurate belief: ed by our parents and through schooling, 
religious training and even the media to stop asking. 
Fear: Having learned all about rejection, embarrassment, vulnerability and hurt in our childhood and early adult 
years, we find it easier to settle for less than  
Low self-esteem: You may feel unworthy or inadequate 
needs and wants are worth pursuing. 
Pride: You may be convinced that you need to do everything for yourself, or or lose the respect 
of your family and peers. If you decide what you want and need, you can achieve anything your heart desires. No 
doubt, you know of people who seem to walk into any situation and any relationship expecting success. They 
achieve success again and again because they act on one simple truth: You will reach your goals only with the help 
of others. 
3.2. Organizational Effort 
3.2.1. Support of Workmates: 
Sociologist Max Weber famously outlined four bases for social relations, which can be roughly summarized as 
tradition, self-interest, affection, and shared purpose. A shared purpose-collaborative community seeks a basis for 
trust and organizational cohesion that is more robust than self-interest, more flexible than tradition (Adler P. et al. 
2011:100). 
If work is organized in teams and workers increasingly serve on more than one team, the need for a new type of 
authority structure arises one that involves overlapping spheres of influence. We call it participative 
centralization. 
centralized because that knowledge must be coordinated so that it can be applied at scale (Adler P. et al. 2011:100). 
An earlier meta-analysis showed strong correlations between organizational resources (including supervisory and 
coworker support) and burnout. However, support of workmates lessens burnout syndrome for workers. More 
studies have exposed the fact that support of friends and participative leadership significantly reduces emotional 
 
Life will deliver the value and balance we desire when we are achieving and enjoying something every single day in 
all the important areas that make up our lives (Bird; 2006: 66). In general, individuals who consistently explained 
the causes of their stressful events as more unstable used more adaptive forms of problem-focused (problem solving) 
and emotion- focused (positive thinking) coping, as these coping variables were related to positive affect. 
Conversely, individuals who consistently explained the causes of their stressful events as more stable but also more 
global used more maladaptive forms of coping (religious coping), as this coping variable was associated with 
negative affect (Roesch et al.; 2009:398). 
As a result, a helpful working definition of work-life balance is: meaningful daily achievement and enjoyment in 
work, family, friends, and self.  
3.2.2. Managerial Support: 
teacher noted above represents the best medium for identification of the basis for the observed behavior (Hughes; 
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2001: 295). Chan and Wan examine that managerial support and perspective taking as two strategies that might help 
mitigate the detrimental effect of work stress on self-regulatory tasks (Chan, Wan; 2012:120). 
Managerial support offers an interpersonal resource that can help create a supportive work environment and 
replenish regulation resources, particularly for stressed employees. Prior studies suggest that support from a boss 
who cares about his or her employees is a key resource that frontline employees use to cope with the dysfunctional 
effect of stress on their performance and well-being (Chan, Wan; 2012:122). Here are five examples of good 
managers (Jim, Finkelstein; 2012:15): 
 Listener: A manager who will listen to and appreciate different points of view. This boss hears and honors their 
listens to employees because they were hired for a reason. They trust their employees and value their input 
(sometimes, even depend on it).  
Empowerer: A manager who lets employees run their own show and learn by making some mistakes. Both sides 
agree to trust and support each other; this manager cultivates leadership in their team. 
 Mentor: A manager who teaches coaches and guides. Mentors need not be older, but a tad wiser or willing to share. 
 
 Cool Dude (or Dudette): A manager who has fun and lets their employees have fun. This manager maintains a 
certain aura of authority while creating a likeable and lively climate. They let employees enjoy their time at work 
and find time for small diversions, as long as the job still gets done well. 
Creator: A manager who inspires invention and creativity. Creators push the limits of their employees to ignite 
innovation. They challenge intellect and question the status quo, so that new products and ideas are developed. They 
embody the spirit of imagination and are never overly demanding. The characteristics of these five managers are 
what make for healthy leadership and gains the managerial support in the workplace.  
3.2.3. Organizational Atmosphere: 
Common symptoms of mental disorders are anxiety, depression, and reduced self-esteem whereas physical disorders 
may include headaches, stomachaches and the future risk of frequent sickness (Zaidi et al.; 2011:829). A poor 
psychosocial work environment may lead to increased reports of injury and illness (Langballe et al.; 2009: 180). 
Organizational citizenship behaviors are considered to arise, at least in part, from intrinsic motivation including a 
positive mood state and the need for affiliation or a sense of achievement (Mohanty, Rath; 2012: 65). 
of the mission, feel that they can make a difference, and feel understood and appreciated in their work. In other 
needs, and can help employees transcend the view of work as an exchange of benefits, and instead realize that they 
are working for their own inner values and sense of meaning (Chen,Yang; 2012:107). 
ork and as soon as 
managers improve working conditions for personnel, they may combine their work.  
4. Conclusion 
Burnout syndrome has become a psychological phenomenon that tends to work against the enhancement of 
personnel performance, effectiveness and organizational output. Personnel of stressful occupations therefore require 
individual and organizational effort to overcome burnout syndrome. Managerial support especially reduces the 
effect of occupational stress and burnout and also gains job commitment, satisfaction of the workers at the 
workplace.  
To overcome burnout syndrome the present study suggests a 
main parts. One part is individual efforts and the other part is organizational efforts. These parts can be identified as 
intrinsic and extrinsic factors. Individual efforts mainly contain intrinsic factors. Organizational efforts mainly 
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contain extrinsic factors.   When these factors are combined, it is possible to gain completeness. If these factors are 
effectively combined and used, they may solve burnout syndrome in working life. 
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